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Abstract: In today's business environment, where global competition grows every day, being successful 
only in domestic market is no longer enough. Globalization allowed free flow of capital, goods, 
information, people, and set new demands for companies which want to succeed in international market. 
This refers not only to the way of how companies operate their business but also on how companies 
manage their human capital. With changes in the international markets and company’s human resources 
politics, expatriates become a key factor of competitive advantages in the international construction 
market. 
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Introduction 
 
Globalization requires new measures for companies that want to succeed in the international 
market. These measures relate not only to the way businesses operate but also to the management 
of their human capital. Exactly as a result of changes in the management of international 
companies and their human potential, expatriates have emerged and become a key factor in the 
competition on the international scene (Juhl, 2009). 
 
The number of multinational companies and the number of people working in them grows 
worldwide. Multinational companies enable the acquisition of new knowledge and skills, 
especially cross-border. They play a very important role in transferring knowledge, opening up 
excellent opportunities both for the parent company and for the foreign affiliate (Dobrai, 2012). 
A changeable business environment has led organizational knowhow to be among the key factors 
of a sustainable competitive advantage. Today, the transfer of knowledge and skills within the 
company plays a key role in the long-term survival of the company, in other words it has 
strategic importance. 
 
Insufficient attention is paid on the motivators of employees to accept an international 
engagement and the awareness of the organization itself on the impact of these factors on the 
overall process of expatriation seems also insufficient. Through this research key factors that 
influence an individual's decision on acceptance of foreign engagement are identified and 
analyzed. 
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Primary goal of this paper is to contribute the understanding of motivators for going on an 
international engagement and improve the process of expatriation at multinational companies. 
The research results can be useful feedback to of human resources managers in planning and 
implementing expatriation process. 
 
This paper examines the phenomenon of expatriation whose presence is increasing in companies 
operating in the international market. Construction companies train local employees through 
expatriates and achieve transfers knowledge throe Concern. However, insufficient attention is 
paid on the motivators of employees to accept an international engagement and the awareness of 
the organization itself on the impact of these factors on the overall process of expatriation seems 
also insufficient. This brings us to the purpose of this study carried out in the company Strabag 
Ltd. Sarajevo, a subsidiary of Strabag Concern. Through this research key factors that influence 
an individual's decision on acceptance of foreign engagement are identified and analyzed. 
 
Literature review 
 
Human resources include the competence and motivation of employees in order to fulfill their 
entrusted tasks (Rahimic, 2010). Because of the big changes in the business environment and the 
increasing globalization of the market, human resources have become the most important factor 
in the business, development and competitive advantages of the company. In the global 
competition, a person is strategically engaged as a resource and a key factor that affects the 
company's competitive advantage. In other words, knowledge and skills of employees represent 
the most important resource in an enterprise and seeks to ensure their long-term survival with 
these resources. Therefore, in the literature we can find many works dealing with human 
resources and their management by companies.  
 
The founder of management as a science discipline is Frederick W. Taylor, who first used the 
word management (Mintzberg, 2004). The most commonly cited definition of management is the 
definition of the American management theorist from the early 1930s Follet P.M., which defines 
management as "... the art of doing human affairs". Management is nothing but a job that 
requires the engagement of a certain, larger or smaller, number of people, regardless of the type 
and nature of the job. 
 
Today, business is exposed to the effects of different cultures, practices and styles of 
management in different countries, that is, internationalization has signified the process of 
expanding business to other countries. All of this can be seen as a consequence of globalization 
that has resulted in a large number of multinational companies spreading their power to almost 
all countries. These are growth-oriented companies that enter the markets of an increasing 
number of countries and become serious competitors. Investment decisions of these companies 
are made globally, by transferring capital and resources from one country to another, affecting 
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employment of millions of people and the degree of economic activity in individual countries 
(Rakita, 2006). Information transfer and exchange of experiences among foreign affiliates results 
in cumulative knowledge that ensures a competitive advantage (Rahimic, 2012).  
 
As global competition grows, the importance of managing international operations of 
multinational companies has increased, and therefore the need to recognize competent foreign 
managers that can implement the strategy of a company in subsidiaries in other countries. 
Thus, the phenomenon of expatriates emerged as a result of the recognition that employees on 
foreign engagement can be an excellent mechanism for monitoring and evaluating activities and 
behaviors within the branch (Musasizi, 2008). It can also be said that this phenomenon is the 
result of globalization, the entry of companies into foreign markets, and the emergence of a large 
number of multinationals company. 
 
Expatriation is a term that refers to foreign business engagement at a certain time, and the 
process of expatriation is most simply defined as the process of international transfers of 
managers. Expatriates are generally defined as employees who temporarily leave the parent 
company to conduct business in a foreign subsidiary for a period of several years, with the 
intention of returning to the country of the parent company when the task is done (Lassere, 
1997). 
 
This phenomenon of expatriation occurred as a result of the realization that employees at the 
foreign engagement can be an excellent mechanism for monitoring and evaluation activities and 
behaviors within the branch. Globalization is a consequence of the development of science, 
modern technology, market economy and democracy. It enabled the free movement of capital, 
goods, information and people through the world by elimination of borders. 
 
In a multinational company, we can identify two types of engagements: emitted from a parent 
company or from a third country to a branch - expatriate and emailed employees from a branch 
to a parent company - inpatriates (Harwey, 2000). Expatriates play an important role in 
disseminating the knowledge of the parent company to affiliates (Dobrai, 2012). Citizenship of 
employees is a major factor in determining "categories" of employees. In the international 
corporation models differ: 
- Citizens of the country of the branch 
- Nationals of the parent company 
- Third-country nationals (Morgan, 1986). 
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Methodology 
 
The primary goal of the research is to contribute to the understanding of employees' motives for 
going to international engagement and to improve the process of expatriation by respecting them. 
In addition to the stated goal: 
 to highlight the importance of planning the process of expatriation for the survival of 
international companies; 
 point out the motivators that have proved to be the most important for existing and 
potential expatriates; 
 give HRM a better roadmap, how and in what way to plan the outbound process and what 
conditions to offer to employees selected for such an international task. 
 
Because of the complexity of the topic that was chosen, in this paper will be used more scientific 
and research methods to achieve objectivity, reliability, accuracy and thoroughness. The method 
that will be primarily used is the descriptive analysis. Descriptive analysis has the following 
tasks: sorting and grouping of statistical data, displaying statistics and determine the basic 
indicators of statistical series. The results of the research will be done at the end of the work and 
will be presented in several ways, including: tabular, graphical and textual. 
 
Taking into account the subjects of the paper, in the research process it will be used different 
methods and techniques in order to meet the basic methodological requirements - objectivity, 
reliability, generality and systematic. This requires the application of basic analytical and 
synthetic methods: analysis, synthesis, induction, deduction, abstraction, concretization and 
generalization. In the course of the research will be used method of cognitive processes while 
studying and consulting the latest scientific literature in the subject area. 
 
The paper used analytical (historical type of research and survey) and a descriptive type of 
research. The most important facts about expatriates and international management in 
multinational companies have been collected by the historical type of research. The survey, 
which is carried out within the company Strabag Ltd Sarajevo, where employees who were 
previously internationally engaged were interviewed, as well as those who do not have an 
international experience, confirmed the hypotheses. A descriptive type of research was used to 
define concepts and facts related to research issues. 
 
Hypothesis 
 
The main research hypothesis is: 
 '' A better understanding of the factors that influence the decision to accept international 
involvement leads to improvement of the process of expatriation. '' 
Support hypotheses: 
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H1: '' The employee will sooner accept foreign engagement if it leads to promotion. '‘ 
H2: '' The fee is a critical factor when considering a decision on acceptance the foreign 
involvement. '‘ 
H3: '' The family is the most common reason for rejection of foreign involvement. '‘ 
 
Research 
 
In the research part of the paper, Strabag Concern is presented, its organizational structure and 
the position of human resources in the Group. The company Strabag Ltd. Sarajevo which is part 
of the Group is presented as well. The results of the research carried out within the company 
Strabag Ltd Sarajevo, where interviewed employees who were previously internationally 
engaged, as well as those who do not have an international experience. 
 
Strabag is the central operating brand of Strabag SE and it operates in all areas of the 
construction industry. This Group is large and significant European construction company and it 
operates worldwide. As one of the leading providers of construction services in central and 
Eastern Europe, the Group employs more than 73,000 employees at more than 500 locations, and 
carries out operations worth almost € 13.6 billion. Entrepreneurial thought is oriented towards 
the needs of national and international markets. Strabag's business scope is as diverse as the 
demands it faces. The spectrum of activities extends from individual services and works by 
measure, from small businesses to spectacular large projects. High professional competence, 
knowledge and experience oriented to the future and excellent internal infrastructure enable 
Strabag to fulfill even the most demanding customer's wishes in a safe and economical way, in a 
short time and in a flexible way. Strabag's team concept offers companies a wide range of 
services based on different starting points and covers all relevant construction work - from 
design, through planning and implementation, to impeccable finished project. 
 
The turnover achieved by the Group in 2016 amounted to 13,491.03 Md. Euro. In the chart 
below we can see the turnover of the Group in the last 5 years: 
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As part of the Group's profile, company Strabag Ltd Sarajevo is one of the numerous subsidiary 
companies in the Group. It currently has over 100 local employees and more than 20 expatriates. 
Out of that number, 38 are employees, as the Group calls them, while the rest are workers on 
construction positions. By the reputation of the company, the company is divided into directions, 
and each directorate is in charge of its leader. The division of officers is as follows: 
commercialists, technical functions and administrative functions such as accounting. Regarding 
the expatriate, the highest number of workers from Croatia, followed by Austria and Germany. 
Managers' functions are performed mainly by Austrian employees, while expatriates from 
Croatia are mainly operatives with significant experience for individual projects. Strabag started 
operating in Bosnia and Herzegovina in 2006, having since only few employees developed into a 
strong competitor in the Bosnian construction sector. In the past few years, Strabag has been 
working on significant projects, and in 2017, a considerable amount of work is planned. Some of 
the projects that Strabag in Bosnia does are Corridor 5c Svilaj-Odžak, Hydro power plant 
Vranduk, residential building DVOR Luxury Apartments, residential building Sarajevo Garden, 
Hotel Residence Inn Sarajevo by Marriott and other smaller projects. 
 
Human Resources in the Group 
 
The construction is labor intensive industry and its business results depend mostly on the 
commitment of the people working in it. Therefore, the Group constantly works to encourage 
and optimize the professional and personal qualifications of its employees. Due to the lack of 
skilled workforce employees are a critical factor in Strabag. The Group responds to this issue 
with consistent strategic planning of the workforce and continuous training of its employees. In 
order to ensure professional handling when selecting a candidate, modern information 
technology, software and processes are used. Thus, the Group uses an international IT platform 
for the publication of vacancies.  
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As a result of the typical winter break in construction, the STRABAG Group is subject to 
seasonal fluctuations in employee numbers. For this reason, the number of employees – as is 
usual in the industry – is only stated as an annual average. 71,839 employees (43,381 blue collar 
and 28,458 white-collar) worked for Strabag in 2016. The number of employees thus fell slightly 
by 2 %.  
 
Traditionally, the construction industry employs primarily men. Women are therefore 
underrepresented at all hierarchy levels. In 2016, the number of women as a percentage of 
employees within the entire group amounted to 14.9 % after 13.9 % the year before. 
 
 
Since Strabag is an international company, the employees of the Group are from 84 different 
countries, ie 84 different nationalities. As the Group employs people of different nationalities, it 
also employs people of different ages. As we can see on the chart, the concern employs people 
from 21 years of age to 60 years of age. There are fewer those with over 60 or fewer than 20 
years of age. The explanation for this distribution can be reconsidered in the sector in which the 
Group operates. It is natural for workers at construction sites to be younger, but at the same time, 
managers with significant work experience are middle age. In the management, we can find 
employees in the 1920s and thirtieth years with rapid career advancement, but also employees in 
the fifties with enormous experience behind. 
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Research carried out in the company Starbag Ltd. Sarajevo 
 
A survey that was conducted in Strabag Ltd aimed to identified and analyzed factors that 
influence the decision of an individual to accept foreign engagement and thus demonstrate their 
importance both to planning and to the success of the overall engagement. A survey conducted 
for this purpose at the company Strabag Ltd Sarajevo, more precisely in the accounting, civil 
engineering, construction, environmental, quality assurance and special projects sections, covers 
all employees with the position of with color employees of this company. Through e-mail, 
employees received a link that was enabled by an anonymous response to an online inquiry. 
During the research conducted in the period from 03.04.-24.04.2017. For years, employees have 
accepted the evaluation process positively. 
 
Of the 102 employees, 38 of them are employees, a sample of our research. 35 responded to the 
survey, and the criterion of at least 80% was met. Given the hypothesis of the work and the goal 
of the research, it is necessary to first analyze the data on employees such as: age, sex, level of 
education, years of work experience, marital status. Out of the total number of employed, 26 
were male respondents (75%), and 9 of them female respondents (25%).  
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The number of respondents, nine of them (25%), is up to 30 years of age. The largest number of 
respondents is aged from 31 to 40, fourteen of them (38%) and 41 to 50 years old, eleven of 
them (33%). The smallest number, one of them (4%), is over 51 years of age. 
 
 
 
When it comes to education level, 31.25% of employees have secondary education, 15.62% are 
higher education, while more than half of them are employed, 17 are high (53.12%), they are 
highly qualified. There is no one among the employed officials without the school. 16 foreign 
respondents speak one foreign language, while 15 foreign speakers speak two foreign languages. 
Only one participant in this research speaks three or more foreign languages. 
Male  
75% 
Female 
25% 
Gender 
25% 
38% 
33% 
4% 
up to 30 years
old
31 - 40 years old
41 - 50 years old
over the 50
years old
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The duration of the employment relationship in a company is classified into three categories for 
easier processing of data, so that the first category includes employees who are in the company 
for less than 2 years, ten of them (31.25%). The second category includes those employees who 
are in the company for more than two years and less than five years, 12 of them (37.5%). In the 
third category we can classify as many as 10 (31.25%) who have been employed for more than 5 
years in Strabag. Out of the total number of respondents, five persons declared themselves as a 
manager, 10 as a commercial worker, 11 as a technical worker, while 6 persons belong to the 
accounting sector. A few important information from the first part of the survey: Only 18.75% of 
all respondents never cooperated with someone who had an outsourcing contract. While 
everyone else worked with one or more expatriates. Only 7 respondents had previously been 
engaged abroad, while the remainder of 78% had never had such an engagement. Of these 7, 
there's only one woman. Three respondents who had previously been engaged abroad have been 
employed by Strabag for more than 5 years, the other three are in the company employed 
between 2 and 5 years, and only one respondent has been employed for less than 2 years in this 
company. Most foreign engagements lasted from 1 to 2 years, while only one respondent was 
engaged for 3 to 5 years. The rate of unsuccessful foreign engagement of our respondents is 
43%, and the reason for the 2/3 is family issues, while one respondent replied that he was 
temporarily back from engagement for security reasons (state uncertainty). The remaining 57% 
who had previously been on foreign engagement successfully completed the same, with all of 
them engaging not more than two years. 
 
Results 
 
Through this research, key factors that influence employees in deciding on the acceptance of 
international engagement have been identified and analyzed. Factors that are separated and 
which, to a large extent, in addition to their age and family status, affect the decision to accept 
high school 
degree 
31% 
college degree 
63% 
master degree 
6% 
Qualifications  
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engagement are the following: location of engagements, monetary compensation offered to 
potential expatriates, the possibility of improvement, as well as previous experience in foreign 
engagements. In conclusion, the results of this research should contribute to a better 
understanding of the motivation of employees for going to international engagement. 
 
In the first part of the survey, general data on respondents, such as age and sex, were collected. 
The next part of the study included claims that directly relate to the decision to accept / reject 
foreign engagement. For each of the questions, employees could give a response in the range [1-
5]. 
 
Analyzing the results was particularly interesting were the answers to the question how the 
possibility of improvement influences the respondents' decision to accept foreign engagement, 
which is graphically depicted below: 
 
 
 
These results lead to the assumption that higher material benefits during the expiration time 
positively affect the will and motivation of the expatriate, what confirms the hypothesis 1. Also, 
from the above results we can conclude that the family is not only the most frequent reason for 
the refusal of international engagements but should also be taken as a very important factor for 
the success of the entire process of expatriation. It is assumed that employees, if they receive 
additional stimulus and bonuses for good performance of their tasks, better perform their tasks 
and more try to successfully complete the engagement.  
 
In accordance with the hypotheses and the purpose of this survey, the respondents wondered 
about the extent to which family status influenced their decision to accept or reject the offer for 
foreign engagement. For this purpose, the respondents were asked to declare whether they agree 
or disagree with the following statement: "If I refused the offered engagement, the reason would 
be the family." The results of the response are shown on the graph below: 
0% 
12% 
44% 
44% 
I would accept a foreign arrangement if it means 
improvement in the career  
Disagree
Neither agree nor
disagree
Agree
Strongly agree
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This confirms hypothesis 3 that claims that the family is the most frequent reason for refusing 
foreign engagement. Also, from the above results we can conclude that the family is not only the 
most frequent reason for the refusal of international engagements but should also be taken as a 
very important factor for the success of the entire process of expatriation. 
 
As a key motivator, both the decision on accepting international engagement and the success of 
potential expatriates proved to be a monetary compensation. A very strong statement was given 
to the respondents: "When deciding on the acceptance of foreign engagement, the most 
important thing for me is financial compensation." What all the respondents agreed with us. 
Even 44% of them fully agree with what we can see on the graphics below: 
 
 
 
From the answer to this question, we conclude that in spite of the attractiveness and security of 
the site and the possibilities for promotion, the monetary compensation has the greatest influence 
on the decision to accept the engagement. Interestingly, neither the age nor the full structure had 
0% 
0% 
12% 
44% 
44% 
If I refused the offered engagement, the reason would be my 
family 
Strongly disagree
Disagree
Neither agree nor disagree
Agree
Strongly agree
0% 0% 
12% 
44% 
44% 
When deciding on the acceptance of foreign engagement, the 
most important thing for me is financial compensation  
Strongly disagree
Disagree
Neither agree nor
disagree
Agree
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a significant impact on the results of the response to this claim. Of the 12% of those who only 
partially agree, three workers belong to the technical sector and have over 41 years, while one of 
them is a manager of the age of 31-40 years. These figures are probably the result of the ratio of 
those who have never been on an international task, 78% of them, with those who are. The 
assumption is that such employees were not faced with cultural shocks, separation from the 
family, repatriation problems and many other difficulties that the foreign engagement very often 
brings with them, and therefore see monetary compensation as the main driving force. However, 
those with an international experience see monetary compensation as a significant motivation 
factor in accepting engagement, and one of the respondents who were previously on a foreign 
mission fully agreed with this assertion. Interestingly, none of the respondents on the set of 
questions related to the influence of a financial nature factor on the decision to accept the 
engagement did not give a response that they have no influence on him. This is not at all 
surprising given the economic situation of the state in which Strabag Ltd operates, and where 
foreign respondents see foreign engagement as an opportunity for higher earnings and 
improvement of their financial situation. Furthermore, every employee sees foreign engagement 
as an opportunity for additional earnings, or additional financial gain, in addition to being able to 
progress and gain new experiences. 
 
Conclusion 
 
The purpose of this paper is to investigate some of the most important factors affecting 
employees' decision to accept foreign engagement and to point out the importance of these 
factors to the entire process of expatriation. The aim is to show how a better understanding of the 
factors that influence the decision to accept foreign engagement leads to an improvement in the 
process of expatriation. In short, the same expatriation plan cannot be applied to each employee, 
nor do equal employees have an equal impact on each employee. All this human resources 
management should be taken into consideration when planning the outcome, and ultimately it 
will receive a smaller number of prematurely discontinued engagements and a greater benefit 
from the expatriate upon return to the parent company. 
 
In order to prove claims from the work, research was carried out in the branch of a large 
international company - Strabag Ltd Sarajevo, daughter of Strabag SE. Strabag SE operates in all 
areas of the construction industry around the world. 
 
Today Strabag Ltd Sarajevo has more than 100 local employees and 20 expatriates. A 
representative sample was selected and a quantitative survey was conducted in the form of a 
survey. In summary, the results show support for the first hypothesis that an employee will soon 
accept foreign engagement if it leads to improvement, which gives us clear evidence that 
improvement, along with its potential benefits, is a major motivator when deciding to accept 
engagement. Investigating the impact of monetary compensation on respondents, it can be 
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concluded that the amount of material income is a key factor affecting the readiness of 
candidates for international engagement. According to respondents, financial factors have been 
shown to be very important for the success of expatriate and its motivation during the 
engagement period. At the beginning of the work, it is stated that the family is the most frequent 
reason for refusing foreign engagement. From the results of this research we can conclude that 
the family is not only the most frequent reason for the refusal of international engagements but 
should also be taken as a very important factor for the success of the entire process of 
expatriation. The most important thing for employees was the monetary compensation offered to 
them, then the possibility of improvement in the work place. It is especially emphasize the 
influence of the family as a very important factor for the employees of our area. 
 
The results of the research carried out in this paper can be useful feedback to human resource 
managers in planning and implementing the process of expatriation and improvement of the 
same, and point out the motivation of employees who in most cases are neglected and put in 
another plan. 
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